Rollins College

Rollins Scholarship Online
Faculty Affairs Committee Minutes

College of Liberal Arts Minutes and Reports

3-2-2021

Minutes, Faculty Affairs Committee Meeting, Tuesday, March 2,
2021
Faculty Affairs Committee
College of Liberal Arts, Rollins College

Follow this and additional works at: https://scholarship.rollins.edu/as_fa

Recommended Citation
Faculty Affairs Committee, "Minutes, Faculty Affairs Committee Meeting, Tuesday, March 2, 2021" (2021).
Faculty Affairs Committee Minutes. 72.
https://scholarship.rollins.edu/as_fa/72

This Minutes is brought to you for free and open access by the College of Liberal Arts Minutes and Reports at
Rollins Scholarship Online. It has been accepted for inclusion in Faculty Affairs Committee Minutes by an
authorized administrator of Rollins Scholarship Online. For more information, please contact rwalton@rollins.edu.

Faculty Affairs Committee
Agenda 12
Meeting of March 23, 2021
12:30 – 1:45
WebEx: https://rollins.webex.com/meet/ddavison
I.

Call to Order

II.

Approval of Minutes
A. March 2, 2021

III.

New Business
A. Budget Subcommittee
B. Faculty Salary Equity Study (attachments)
C. Anti-racism campus (attachments)
D. FSAR
F. Other new business

IV.

Adjourn
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Meeting of March 2, 2021
12:30 – 1:45
WebEx: https://rollins.webex.com/meet/ddavison
Don Davidson, Chairperson 2019-2021
David Caban, Business Rep, 2019-2021
Ashley Cannaday, At-Large Rep 2019-2021
Don Davidson, At-Large Rep, 2019-2021
Leslie Poole, At-Large Rep, 2019-2021
Margaret McLaren, Humanities Rep, 2020-2022
Leslie Poole, At-Large Rep, 2019-2021
Leigh DeLorenzi, Social Sciences-Applied Rep, 2020-2022
Rachelle Yankelevitz, Science Division Rep, 2019-2021
Samuel Sanabria, At-Large Rep, 2019-2021
Missy Barnes, Expressive Arts Rep 2020-2022
Secretary: Leigh DeLorenzi, Social Sciences-Applied Rep, 2020-2022
Guests:
Jenny Cavanaugh
Karla Knight
I.

Call to Order

II.

Approval of Minutes
A. February 23, 2021- Approved

III.

New Business
A. CIE White Paper—final version attached; see Paul Harris comments below.
a. Sent final draft to Executive Committee and consultation with Paul Harris.
b. Paul Harris mentioned a previous committee proposal for standardized
peer review of teaching, which was ignored because it required resources.
Might be something worth picking up again.
c. Paul to send it out to faculty, via governance site that Karla created. They
will have access to the White Paper prior to the faculty discussion.
d. Next steps? Does the committee wish to consider rewriting some
questions/ adjusting the instrument?

e. We need a more structured, in-depth for faculty to evaluate teaching.
There are some supervision evaluations in the form of teaching
observations, but not much substantial teaching coaching.
f. Conduct some kind of training/ awareness-raising specifically about ways
to track bias in quantitative and qualitative responses in CIEs. Maybe a
team that could go to various departments and give information about how
to be more aware of racial and gender bias.
B. Discussion of strategic budget topics (see attachment that combines notes from
Margaret, Leigh, and Rachelle)
a. Is there a correlation between the staffing shortages for general education
rFLAs and the stipend cuts?
b. These issues are connected to low base salaries. This ties into scholarship
expectations as well.
c. One size does not fit all, priorities should be set to retain vulnerable
faculty who have faced dire financial consequences as a result of the
pandemic. We would not want to lose faculty and further strain resources
during a hiring freeze.
d. We need cabinet-level people participating in these conversations to have
a greater impact.
e. Should we request a discussion with Susan and Grant about a
subcommittee of faculty to discuss budgetary issues? Faculty don’t have
much of a “voice” in budgetary decisions. Margaret volunteers to be a
member of a subcommittee on the budget this semester.
C. Faculty Salary Equity Study (attachments)
a. Provost and Meghal assembled a committee to develop a methodology,
factors, variables, etc. for increased equity and transparency on salaries.
Based upon the methodologies that were used, over 70% of faculty
variance in salary are explained by age, years in rank, rank, some market
forces, etc. No statistically significant results showing race or genderbased differences in base salary.
b. In analyzing the result table, FAC members wondered how the figures
would be different if business, economics, and computer sciences were
removed and compared to each other, separate from other disciplines.
c. Statistical significance:
i. If we start with the idea that “there is no difference between these
groups,” we would still expect to see SOME difference just by
chance. Statistical significance means the difference we see is
larger than the difference we expect to see just by chance.
ii. Statistically NONsignificant differences are within the boundaries
of differences we would expect to see just by chance (if truly the
groups did NOT differ). Statistically significant differences are

outside the boundaries of differences we would expect to see just
by chance (if truly the groups did NOT differ).
iii. This doesn’t mean those differences wouldn’t impact people
psychologically. Statistical significance has nothing to do with
people’s own perceptions of data. $60k vs $70k can be
nonsignificantly different, depending on the features of your data
set, but $10k can still mean a lot to an individual person.
iv. Someone viewing data that differ by $10k can still interpret these
as meaningful differences, even if the stats say “These differences
are within what we would expect even if the groups truly didn’t
differ.”
IV.

Adjourn

From: Paul Harris <PHARRIS@Rollins.edu>
Sent: Sunday, February 28, 2021 3:15 PM
To: Donald Davison <Ddavison@Rollins.edu>
Subject: RE: CIE report

Hi Don,
This is an excellent White Paper. Every time I had a “but what about…” moment, it was
addressed in the next paragraph or two. I fully support the recommendations.
A few of notes:










Student evaluations are about how students perceive the professor and the learning
experience. That being said, they are a measure of one aspect of teaching effectiveness,
which is whether or not the student perceived the class to be a positive learning
experience. Part of teaching is relationships and instilling the love of learning – this is
particularly true at a small liberal arts college like Rollins. If teaching is solely about
information, being in a classroom is one of the least effective and most expensive ways of
receiving an education.
A number of years ago I was on an ad hoc committee headed by Jill Jones where we
advocated systematic standardized peer review (i.e., trained faculty to be reviewers) as a
more effective method of teaching evaluation. That report was largely ignored because it
required resources. I wish we would revisit that.
Keep in mind that the more we know and interact with people in a meaningful way, the
less likely we are to draw on stereotypes. We’ve got 50 some years of literature that
shows bias is less likely to have an effect when we start thinking of others as individuals
rather than outgroup members. These types of meaningful interaction are more likely to
occur at a school like Rollins – it is part of our mission and our marketing. Most of the
research on bias takes place at larger institutions where interpersonal contact is much
more limited. Bias does exist, but our students are placed in a setting that is much more
likely to ameliorate some of its effects.
It appears as if the effects of bias on evaluations are minimal. However, this does not
mean that bias does not exist. What it may indicate is that faculty who are the likely
targets of bias (women, non-white, LGBTQ+) have found effective ways to change the
attitudes of the students in their classes. These types of changes are a defining quality of
the college experience. Incoming faculty who are likely to be the target of bias should be
given support by their colleagues and the institution to help develop strategies to assist in
this endeavor.
I fully support finding ways to make the CIE (or SPCI) leaner and more specific – just do
it scientifically. In the past, attempts have involved committees launching into writing
question with little or no technical knowledge of survey construction.
o Have a plan – know what you want to assess before any question are revised or
written (people always skip this part)
o Draw on faculty with experience in survey construction to make sure that
questions are properly worded to avoid biased responses
o Pilot test questions



o Draw on Meghal/institutional research to determine if new or revised questions
are reliable and valid
o Revise the tutorial to reflect changes and assist colleagues in understanding,
using, and framing their results
Some general questions (e.g., “approachable”) are appropriate when measuring subjective
responses to course/instructor experiences. A lot of factors and biases are likely to
influence whether students find us approachable: gender, age, race, etc. However,
hopefully we all want to be perceived as approachable. That means we have to find ways
to overcome those barriers with our students, and that we should want to know how
successful we are at altering those perceptions. My students found me much more
approachable as a young professor than they do know that I am older. I’ve had to alter my
strategies of student interactions as I’ve become more “intimidating.” That’s part of the
job.

OK, that’s more than I thought I was going to write. I’m happy to answer any other questions
that might come up. My congratulations to the committee for their hard work and for producing
such a thoughtful report.
-Paul

Fall 2020 Faculty Retreat Discussion
First, Ashley Kistler led everyone in a Mentimeter poll:

[This image may be easier to read.]
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Breakout Group Discussion
Group Roles
Already identified:
— a Captain: Webex room host who also initiates the discussion with the prompt below, keeps the
group on topic, makes sure everyone shares responses as part of a discussion, and tells everyone
to reconvene in Dean Cavenaugh’s Webex after 30 minutes.
Identify one person for each of the following roles:
— a Scribe: takes notes in the designated space below by following the hyperlinked “Scribe’s Notes”
in the appropriate cell in the table below.
— a Reporter: shares group’s best idea when everyone reconvenes after 30 minutes (11:18)

Discussion Prompt
Fill the blank in the following prompt with your group’s assigned topic listed in the relevant table cell
below:

If Rollins becomes an intentionally anti-racist institution, how might _______ look/feel?
What would stay the same? What would need to change?

Everyone, click the hyperlinked name in the appropriate cell below to get to your group’s breakout
room.

Group Assignments
Group 1: Sanabria
“The Student Body”
Scribe’s Notes

Group 2: Norsworthy
“Faculty Governance“
Scribe’s Notes

Group 3: Dennis
“Requesting Positions“
Scribe’s Notes

Group 4: Armenia
“Faculty Evaluation“
Scribe’s Notes

Group 5: Queen
“Faculty Development
& Support“
Scribe’s Notes

Group 6: Hammonds
“Pedagogy“
Scribe’s Notes

Group 7:Hewit
“Mentoring Faculty“
Scribe’s Notes

Group 8: Schoen,
“Recruitment of
Faculty & Staff“
Scribe’s Notes

Group 9: French
“Faculty-Staff
Relations“
Scribe’s Notes

Group 10: Harwell
“Advising/Mentoring
Students“
Scribe’s Notes:

Group 11: Lewin
“Financial Aid“
Scribe’s Notes

Group 12: Gerchman
“Budgets & Salaries“
Scribe’s Notes

Group 13: McLaren
“Student
Organizations“
Scribe’s Notes

Group 14: Russell
“Class Readings &
Assignments“
Scribe’s Notes

Group 15: Dunn
“First-Year Experience“
Scribe’s Notes

Group 16: Moon Ryan
“General Education“
Scribe’s Notes
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Group 17: Chick
“Co-curricular
Education“
Scribe’s Notes

Group 18: Kistler
“Majors/Minors“
Scribe’s Notes

Group 19: Barreneche
“Community Relations
& Outreach“
Scribe’s Notes

Group 20: Griffin
“Campus Buildings,
Grounds, & Symbols“
Scribe’s Notes

SCRIBE’S NOTES

Group 1: If Rollins becomes an intentionally anti-racist institution, how might the student
body look/feel? What would stay the same? What would need to change?
Student-Body would:
●
●
●
●
●
●
●
●

●
●
●
●
●

Be aware of power differences beyond race (i.e., Anti-classism, etc). Have a broader
understanding of power differences among different social identities and locations.
Have raised awareness of their identities and how they benefit from them
Have a higher interest in social health.
Be older, create brave spaces on campus. Step out of comfort zone. Becomes more comfortable
with practice.
Have a new culture of humility and engagement in opportunities.
Less avoidance of learning (CE course)
Increased interest and involvement in cultural exposure.
Advocate for an ant-racism ethics and competency in Code of Honor.
Current experiences:
There has been a noticeable increase of white students advocating for other voices to be heard.
Increased awareness of need for more diverse student body
Increase calling out of covert racist comments in classes.
Seems to be awareness among students about who are privileged.

Group 2: If Rollins becomes an intentionally anti-racist institution, how might faculty
governance look/feel? What would stay the same? What would need to change?
● Ways of recognizing that our black faculty and staff have complicated roles in governance. THe
institution is historically white. There are extra burdens on people of color. Acknowledge that
and find ways to bring it more into awareness. All faculty need to be able to thrive and reach
their potential and the system should address this. What are the blocks that get in the way?
● It’s a service requirement. It gives an advantage to departments with many new faculty. Maybe it
should be set up differently.
● Is there a disconnect between these two ideas? How do we empower junior faculty on these
committees to speak their minds and raise complicated issues. Without worry about
repercussions. There are visible and invisible impediments to speaking your mind. Can be build in
structures and practices that empower faculty.
● Do we need a structural way to address this? A black caucus for the faculty affairs committee?
To give feedback to the institution?
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●

How would we build a system to ensure all voicels are represented and heard? What would that
system look like?
● The structure needs to be there for us to see it. Student evaluation of faculty plays into this.
Classes that are mostly white have an impact on faculty of color. We need to recognize these
biases. How is racism built into this process? And how do we deal with this?
● Overall pattern: Two parts.
○ Recognize how things are at the moment.
○ Figure out how to take action to infuse an antiracist framework into the governance
system.
● Importance of effective training, in helping people implement these ideas.

Group 3: If Rollins becomes an intentionally anti-racist institution, how might requesting
positions look/feel? What would stay the same? What would need to change?
When requesting a position, departments should not look solely for a “replacement” for an outgoing
faculty member. Seeking replacements for specific specialty areas tends to replicate the look and feel of
the existing department in terms of race/ethnicity, gender, sexuality, and other identity elements.
Instead, departments should craft position calls that actively relate to questions or diversity and
inclusion, aiming to recruit candidates who are more diverse themselves.
Consider how the faculty you recruit and hire will shape your curriculum moving forward. Should you
actively transform your existing curriculum to address issues of diversity and inclusion? Is your discipline
historically grounded in the experiences, interests, and values of empowered, privileged groups? Can
you rebuild, reorganize, and reconsider what your discipline “is” in such a way as to make your
department appealing to applicants from marginalized/minority backgrounds?
Don’t aim to find someone who “fits” the existing department. “Fit” is often code for “someone who is
similar to our existing membership” in ways that fail to challenge or transform your curriculum or the
look of your faculty. Instead, seek to challenge your department to flex and grow through the process of
recruitment and selection of new faculty members.
Administrators should routinely support department requests for lines that will actively address diversity
and inclusion and will be appealing for applicants with a minority/marginalized background. When a
department crafts a compelling argument for a new faculty line which invites curricular transformation
and transformation of the look, feel, and experiences of a department, that department’s request
should be given weight and priority.
Consider seeking interdisciplinary lines that involve multiple departments. Escaping the stranglehold of
“departmental silos” will invite transformation by actively forcing us to reconsider the mission and
makeup of our faculty. New faculty lines focused on interdisciplinary scholarship will likely be more
appealing to applicants from minority/marginalized backgrounds. Such interdisciplinary faculty requests
for new lines should be supported by the Rollins administration.
The Rollins Administration should actively support the faculty and staff who are charged with recruiting,
retaining, and mentoring new faculty. This obviously means that department chairs should be
appropriately compensated for their role as leaders, reinforcing the value that Rollins places on
departmental leadership for the purposes of growth and change. The loss of our once-existent Office of
Multicultural Affairs, although partially replaced by the development of the CLCE, means that no specific
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person at Rollins is charged with actively monitoring our growth in terms of racial and ethnic equity.
Finally, better mentorship programs that are intentional, college-wide, and actively supported by
administrators would help us retain faculty from minority/marginalized backgrounds.

Group 4: If Rollins becomes an intentionally anti-racist institution, how might faculty
evaluation look/feel? What would stay the same? What would need to change?
How is racism present in evaluation currently?
● Currently faculty of color face special challenges - recognized but not formally addressed because
no way to take account
● No great support system when students make it difficult for the faculty of color
● CIE comments look different depending on who is teaching a course - no good way of
interpreting the results
● Weight given to CIEs would have to change and how they impact review process
● Educate those who are evaluating and creating awareness - know how to communicate better
● First evaluation at the CEC does not have faculty of color - how to address bias and
microaggressions
● Faculty who active in anti-racism can help with CECs, also help with initiating conversations and
training people as external reviewers (become a pool)
● Challenging to teach certain types of topics because of push back from students and the way this
affects
● How students respond to having uncomfortable and challenging topics on CIEs
● Provide space on CIEs to address challenging conversations that take place during class
● Availability of opportunity for people of color in different fields - consider race and discrimination
in scholarship evaluation
● Role of faculty mentoring students of color - faculty who step up should be recognized
● How to open FSAR open to talk about meaningful activities but don’t have a box
● Add a box to talk about things that make campus more inclusive
What are we doing well currently?
● Recruitment is improving but many faculty of color are at the Assistant level - cannot wait to
make changes until they become senior

Group 5: If Rollins becomes an intentionally anti-racist institution, how might faculty
development and support look/feel? What would stay the same? What would need to
change?
What would it look like:
1. More faculty of color. And when they are here, how do we keep them?
2. Diversity Council: Not always a resource office. We need more support and development. An
office specifically designed for retaining faculty. Composition of group reflects the culture of the
College (mostly females, not a Standing Committee, no institutional power).
3. Unpaid labor= Undervalued labor (Value the work and labor of faculty who work towards
diversity).
4. Intuitional Body or individual whose primary job is compensated to work on diversity and anti5

racists.
5. Resource power: Diversity council comes up with great plans/ideas, but they lack the power to
materialize these.
6. CIEs: Responses for faculty of color are treated the same-- equality here does not always work.
(Look at people differently to create equity). CIE show cognitive bias towards people of color
7. When hiring, don’t always look at credentials ONLY.
Changes that need to take place:
1. Institutional changes. Give more power to committees such as Diversity Council.
2. Interview process for new hires: confusion when meeting with Diversity Council. (This practice
went away).
3. Some disciplines need to be more attentive to the diversity component.
4. New Faculty Orientation -- Small teaching workshops (w/ Nancy Chick). Basic ideas/resources to
be more conscientious about anti-racism while teaching (How to incorporate more anti-racist
rethoric/ideas/images on PPTs, comments, readings, etc…).
5. Assignments and readings: Are they all written by white faculty (old/male)? Consider integrating
more diverse readings.
6. FEC and CEC members have to do some serious training to avoid cognitive bias towards people
of color/minorities. These are the individuals that have a lot of weight and power.
7. Thinking really hard about retention, especially at the senior positions.

Group 6: If Rollins becomes an intentionally anti-racist institution, how might pedagogy
look/feel? What would stay the same? What would need to change?
What would stay the same:
● Discussion of ethics, biases, & their impact
● Systematically & deliberately decentralize canon/ literature focus - non-Western & diverse
● Weaving racial and cultural issues across classes (problems & solutions)
● Diversity in the sciences - increase in faculty diversity within the sciences - student
representation
● Reflexivity and depth in discussions
● Discussion of different cultural perspectives and how this changes over time
What would need to change:
College-level
● More diverse student body → better conversations about race/diversity in classroom
● Required courses on diversity and multiculturalism
Dept-level
● Ask students what changes they want to see in the curriculum, e.g. dept listening sessions
Individual-level
● Integrating discussions about race/diversity throughout courses, not just isolated unit
● Finding textbooks that highlight diversity, so students can see themselves in the text
● Teach history of the discipline, including discrimination that led to the field being non-inclusive
● Engage with students outside of the classroom & curriculum; reach out to student orgs
● Continued self-reflection and listening from faculty
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Group 7: If Rollins becomes an intentionally anti-racist institution, how might mentoring
faculty look/feel? What would stay the same? What would need to change?
● xxxx led with listen. Take time to learn about new faculty members interests, expertise, lives
● Recall An Inclusive Academy and one of the central points of the book, that in academia we are
so fond of priding ourselves on being open and anti-racist that it can work against our
recognition of the ways in which we are. As to mentoring, it means working to be more
consciously open minded
● xxxx referenced the diversity of our student body and learning from them. As to mentoring
faculty, he noted the importance of listening, kindness, and empathy. Leading with kindness
makes it hard to not be empathetic and understanding.
● xxxx mentioned the impact of Nancy Chick’s office. She noted it will be helpful for faculty to hear
the voices of our students, that listening to our students will provide a powerful experience—
outside the classroom where there is no power differential.
● xxxx talked about listening to understand new perspectives. Rather than explaining to new
faculty what Rollins is about, listen to new faculty and hear their perspectives. xxxx also
referenced the work on reducing bias in student evaluations.
● xxxx shared the importance of faculty mentoring to his department with a new faculty hire. He
cited that training for anti-racism might not be the first priority for a new faculty member, but if
we trace back to our mission for global citizenship, it is imperative. He is glad their new
colleague wants to teach classes on anti-racism and politics. CIEs are also important venues for
discussing and addressing issues of awareness and biases. He noted we are challenged to set
time apart to include these important issues of anti-racism and bias in our discussions and
mentoring. He also mentioned the importance of sharing the history of Rollins and the issues
and story of race at the institution.
● xxxx focused on supporting new faculty of color. What does their new experiences on campus
look like? What does promotion and tenure look like for them and how can we be more
supportive of faculty who want to bring extra depth to their scholarship as a person of color.
xxxx cited the interdisciplinary nature of Rollins and opportunities for collaboration across
campus. What would it mean to have a supportive environment for a very diverse faculty to feel
comfortable talking and writing in depth about their experiences as a person of color, or to
advance work on bias? What would it look like to create a supportive environment where there
is support for those who may be afraid to speak?
● xxxx mentioned not asking new faculty to be a “flag bearer” for diversity and putting that
pressure on them.

Group 8: If Rollins becomes an intentionally anti-racist institution, how might the recruitment
of faculty and staff look/feel? What would stay the same? What would need to change?
What makes it not anti-racist now?
● Issues with retaining faculty of color
● Faculty of color’s evaluation/review experience with microaggressions/implicit biases
● Lack of training to faculty who are on review committees (e.g., class observations, CIEs)
● Lack of awareness on the students’ experience in classroom/interaction with faculty of color (i.e.,
CIEs)
● Pyramid structure: students input CIEs (heaviest weight on CIEs for faculty)
● Lack of data with a small campus (with the small amount of data being ignored). It feels like
campus climate survey results are not a priority when it comes to diversity and inclusion.
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● Lack of cultural/food exchange with campus student/staff/faculty (e.g., Bhangra, Chinese new
year festival)
● Rollins is not necessarily a social justice-facing institution
What would need to change structurally to be an anti-racist institution and help with recruitment and
retainment of faculty/staff of color?
● Provide formal training on anti-racism for ALL faculty?
○ Require it
● Provide formal training for all faculty on evaluation review committees (e.g., how to observe
faculty of color’s class observation, how to interpret CIE scores for microaggression/implicit bias
from students) -- FAC created a document for EC specifically citing research on bias of many kinds
in student evaluations
● Financial backing to address inequity with staff
● Provide financial resources for multicultural events on campus groups for all
students/staff/faculty (e.g., Asians, Black student union, Hispanic, Middle Eastern)--> have events
for ALL students/faculty/staff on campus: For example, Bhangra, Chinese new year festival

Group 9: If Rollins becomes an intentionally anti-racist institution, how might faculty-staff
relations look/feel? What would stay the same? What would need to change?
● Distinct from recruitment of faculty/staff.
● Overlay of hostility/distrust between faculty and administration.
● Racial disparities among administrators, faculty, staff, e.g., custodial staff, facilities staff,
foodservice staff. Socioeconomic class.
● Politics of the dining hall -- seasonal workers -- staff who get furloughed.
● Mixed membership on search committees. Faculty involved in staff hiring -- being deliberate
about who is being hired.
● Ways to empower all levels of staff.
● Difficult to identify staff to be involved in higher-level meetings/committees/decision-making.
● Supporting unionization? Give staff a voice.
● How do you speak truth to power?
● Identify the needs of the collective - advocacy group.
● Staff member on faculty hiring committee? Staff member may feel intimidated. Some staff may
not feel equipped to evaluate faculty.
● Admin assistants often are good judges of character during faculty searches.
● Social responsibility -- score card for outside contractors.
● Very apparent disparity in protections between faculty and staff.
Faculty-Staff Relations [Group 9] Talking points
● Highlight intersection of racial justice and economic justice
● Ensure that student body as well as all levels of faculty, staff, and administration increasingly
reflect demographics of U.S. population
● Require of administrators, faculty, and staff training on, e.g., White supremacy, systemic racism,
implicit bias
● Further empower all levels of staff (including subcontract employees): support unionization,
representation on Board of Trustees, and on-the-clock participation on administrator and faculty
hiring committees
● Hold contractors (e.g., Sodexo) to same ethical standards we expect of Rollins itself
8

Group 10: If Rollins becomes an intentionally anti-racist institution, how might
advising/mentoring students look/feel? What would stay the same? What would need to
change?
We can be incredibly intentional to support students of color by accepting invitations to places they
invite us to, being mindful about how we engage in issues around civil unrest, COVID, and a national
election...we need to be able to go off script and be willing to engage with students on these issues and
topics.
Many times our students’ backgrounds are really different than our own. As advisors, sometimes we
don’t even know the right questions to ask. We have to educate ourselves and recognize that standard
advising may not work for them. There are other issues that they may be dealing with that privileged
students (and even us) may not be dealing with. We need to know the right questions to ask.
Recognizing that everyone around the world is going through stuff. All of our students need extra care
this year
On many campuses, student groups tend to be racially segregated. How can Rollins as a whole
intentionally try to create integrated groups? What is the faculty’s role in helping this process along?
How does anti-semitism figure into racism? It’s important to be mindful of different identities and
recognize that there are some students who don’t consider themselves to be beneficiaries of “white
privilege” because they are marginalized/feel different in other ways
The faces of this group look “awfully white.” It’s important to offer care and listening to students of
color but also encouraging and pushing students of privilege to engage with these issues. We need to
encourage our advisees to take courses that deal explicitly with issues of identity, social justice etc.
We need to communicate our own experiences with becoming “woke” or educated on topics and issues
and encourage our students/advisees to adopt a similar mindset and attitude
The college is developing a workshop series on these topics. We could develop a specific workshop
series or group that specifically addresses advising students of color and particularly our black students
The biggest challenge is not to pound privileged students over the head because it triggers defense
mechanisms...what I find effective that Rollins is already doing is to cultivate a sense to global citizenship
in all of our students and help them think about systemic change in addition to helping them shape
individual perspectives (thinking about systemic change helps to subtly but effective changes individual
views)
Students like to talk about themselves; as part of of their support network, it’s important to ask
prefatory “get to know you questions” to help understand where they are coming from and what their
unique needs are
We can help/improve advising experiences by acknowledging that home environments may not be
positive; students may not have access to technology that makes access to our classes in the ways we
want possible (ie. some may not have cameras on their computers); homes with WIFI; secure places to
9

live etc.
Rollins is really good about inclusiveness and very active in this way (led from the top down in this
regard)..sharing these type of things (resources etc) is very helpful
I think a helpful exercise in the beginning is asking student to fil our a notecard or submit via e-mail preferred pronouns, preferred names, potential tech needs, ways that we can support plus in classes,
being intentional about trigger warnings
We could expand on the holistic advising training and strategies that we already have in place by
including this content in the training/workshops that are offered to faculty
Frequently those with the most needs are often the last to ask for assistance
To what extent are students familiar with the Dean of the Chapel and know that Katrina is trained in
pastoral care? We can encourage students of color to approach Katrina and seek help, spiritual care and
emotional support.
It’s important to be mindful to not put all of the advising pressure on black faculty and staff to do
informal advising of black students. It’s a real load and we need to acknowledge this labor.

Group 11: If Rollins becomes an intentionally anti-racist institution, how might financial aid
look/feel? What would stay the same? What would need to change?
1. Being aware of possible Implicit bias
Being aware of potential avenues for implicit bias in financial aid decision-making (e.g. names,
addresses, high schools, transfer colleges, etc) and taking steps to reduce potential for implicit
bias
2. Are there specific grants available only for students of color?
Can there be financial aid for students from under-represented groups/students of color?
This aid should be grants and not loans to be mindful of long-term implications of debt. For
inspiration, perhaps a program that specifically provides financial support for students of color
(almost like an undergraduate version of the McNair) https://mcnairscholars.com/
3. Emphasize opportunities for students of color as part of the recruitment processes
Some students may think they cannot afford Rollins, so in recruitment there could be efforts to
stress affordability
4. Critical evaluate existing scholarships.
We must critically reevaluate how Alfond scholars are recruited and selected--where are Alfond
scholars from predominately Black high schools, for example?
Would fewer scholarships but with more funds be a better approach?
5. Close the gap between paying for tuition and other costs.
Small grants? Other ways to close the gap in students who we lose due to ongoing challenges
after they begin attending?
6. Reimagine Financial aid to respond to pressing social needs
For example: large social need for Black men in teaching/education programs--Rollins has few
black men in this program--might a financial aid approach address the social problem and the
Rollins problem?
7. This must all be ongoing/sustained approach--not just a one-time amount of funding to
one student
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8. We must be mindful of what we do for the students we have and not JUST focus on
recruitment. Might this include something like a loan forgiveness program from Rollins for
historically marginalized students?

Group 12: If Rollins becomes an intentionally anti-racist institution, how might budgets
(including salaries) look/feel? What would stay the same? What would need to change?
● Unsure how well we are doing in paying staff and faculty at all levels
● Job security also has to be in focus in light of what happened with the furloughs and layoffs (eg:
sodexo workers). Who to partner with? What are their policies?
● Covid has disproportionately affected staff and faculty of color
● Things that college can do:
○ Supporting faculty and staff of color
○ DNI training and resources
○ Providing resources to get further training on racial equality
○ Organizing anti-racist training for students and student leaders
○ Scholarship funds
○ Funding for student organizations (BSU, SGRho etc.)
● Can there be more transparency based on salary?
● Activities, training, actions can’t be one and done. They have to be deeply ingrained in the
institutions’ working.
● Assessment - are we compensating people correctly? Are the wages comparable?Do we have
people in positions where there aren't a lot of opportunities for growth? If no study exists, this
needs to be done. Not only for faculty but for the entire staff and faculty combined.
○ Expertise for this exists within the college, amongst the faculty members
● More assessment - climate/work environment among the staff and faculty
● A need for leadership within each departments (academic and others; gatekeepers) to realize
the responsibility for a proactive approach, and turn this into action.
● We are great at starting strong - what are we doing to follow through? We see some need for
improvement here.
● Values need to be supported with funds. We can’t claim to be an anti-racist institution if we are
not adequately funding programs and positions that would make it so.
○ Ex: Hiring a Diveristy Officer
Themes emerging:
1. Assessment/Audit - major - Values are reflected in the budget
a. Wage transparency (anonymized/aggregated)
b. Work environment & opportunities for growth
c. Support received/sought
2. Immediate Actions
a. Supporting faculty and staff of color
b. DNI training and resources
c. Providing resources to get further training on racial equality
d. Organizing anti-racist training for students and student leaders
e. Scholarship funds
f. Funding for student organizations (BSU, SGRho etc.)
g. Short-term grants (like Critchfield, Ashforth) for anti-racist practice with a promise to
implement
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3. Long Term Actions
a. Provide existing scholars of color opportunities
b. Provide potential scholars of color opportunities
c. Internal grant supporting multi-disciplinary scholarship/research on race
d. Diversity officer & supporting Campus Inclusion - consider a Diversity Officer with
faculty creds who could work with student populations AND teach
4. Things that are done well and needs to continue
a. Conversations and working groups

Group 13: If Rollins becomes an intentionally anti-racist institution, how might student
organizations look/feel? What would stay the same? What would need to change?
● Sororities/Fraternities
○ Tend to choose people who are like them (not necessarily race)
○ Alumni groups and faculty advisors will have to play a larger role and influence
● Need data on organizations, is there any available?
● Mentioning of the statement of diversity and inclusion that the faculty agreed upon. Maybe a
recommitment/re-affirmation and a revaluation of their stance in the frame of that statement
● Have groups of students from different organizations talk with other groups: more
connection/cross communication between these groups/organizations across campus multiple
times a year.
● Organizational Council? Where people from different groups can interact and have some open
lines of communications.
● Look at the history of the organization. Reflection on who the organization is? Who is in? Who is
not? Who generally joins? Is there an historical precedent that sets this? How might they start to
expand. What is the cost? Benefit?
● Action Plan? Maybe lead by the faculty advisors?
● Fall semester- all organizations thinks about the history of the organization, how they tried to
have anti-racist viewpoint as an organization over the last couple of years or more present.
● Critical reflection of anti-racism/discrimination
● Spring- individual discussion to increase level of anti-racism
● Minority groups might have difficulty joining some groups due cultural and other experiences.
Trying to find out what challenges some of the minorities from joining groups
● Movie night/ organization (3-4) have an event that they watch and have a discussion about after
● Readings? Like the faculty is doing
● Debates?
● Even record these
● These events need to be informational but also fun.
● Slogan: “Begin within and then go out.”
● Start within the organization and then go out and talk between organizations.
● There are a lot of students that are not a member of an organization and how do we get those
students to join the conversation as well.
● Organizations make commitments to do better- promise to self and other people
● Appreciation for the students/the groups and what they stand for

Group 14: If Rollins becomes an intentionally anti-racist institution, how might class readings
and assignments look/feel? What would stay the same? What would need to change?
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Readings: Emphasize female scholar/authors, particularly authors of color, and focus on intersectionality
to tell different stories.
Some fields may evade conversations about race due to their nature (e.g., physics, mathematics). For
other courses, we tend to forget how to emphasize the experiences from people of color. We can work
on revisiting old syllabus to identify areas where we can amplify the voices and struggles of people of
colors, particularly scholars of color, by citing/using their work in our classes. It is also possible to point
out the flaws of some white males in science (e.g., Newton), and again seek out readings about
findings/discoveries by women, particularly women of color.
Examples of field-specific assignments: Community involvement can be difficult right now because of
Covid, but using online materials we can incorporate racism conversations in a course. For instance, in
courses on religion, discuss how religions (e.g., Buddhism) focus on conscious awareness of our behavior
and attitudes (assignments can examine the Buddhist approach to racism). For history courses,
conversations can focus on racial perceptions between Asian and Americans of each other. Wars
manifest/compound racist attitudes between countries, assigning readings that explore the war through
these lenses will help students understand the historical consequences of racism.
Lastly, from a finance perspective, how students economics/finance impact their learning and their
ability to complete course assignments. Have discussions with students about inequality both inside and
outside the classroom. For example, how the stimulus is affecting markets unevenly. As most of it went
to wealthy people who invested it rather than poorer who would have spent it. So markets have been
going up while evictions and bankruptcies are rising.
Wrap-Up:
1. Readings - Being more intentional about the authors we are assigning, as well as the stories these
authors are telling. Even in disciplines where ideas, perspectives, discoveries, etc. are
predominantly (or all) from white men, we need to go beyond critiquing their limited lens. We
can bring in readings that center the authority of people of color.
2. Assignments - We can use readings to incorporate discussion on racism and historical significance
in our discipline, and then use assignments to provide opportunities for students to learn about
groups they may never have interacted with. (We talked about religion as a specific example for
this topic, but the ideas can translate to racial diversity, too.)
3. Form - How can we support students through the structure of our assignments? Research shows
that some groups of students perform better in the classroom when they are paired with others
and peer review/discussion of course content is embedded in course. We need to update and
revise our course syllabi and expectations to reflect a variety of forms of learning.

Group 15: If Rollins becomes an intentionally anti-racist institution, how might the first-year
experience look/feel? What would stay the same? What would need to change?
● Summer reading -- try to normalize discussion of racism and systemic racism (in case the topic is
not a comfortable one in the homes from which they come). Important to make them feel
comfortable with such discussions as early as possible.
● If one has experience as a racial/ethnic minority, share one’s own personal experience in this
regard.
● Disciplinary issues -- for example in politics, where the focus has been on white (male?) voter
behavior, etc., with consideration of minority perspectives relegated to separate courses on that
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topic. We can address that in part by
Look in our respective disciplines for evidence of historical bias (where it might have been
expected). Library classification systems come to mind as an example.
Design courses (esp. those with American focus) that draw out the centrality of African
Americans in all of our most cherished traditions and achievements. Note the dark side of some
of those achievements -- example -- the racist expulsion of Native Americans for cration of
National Parks.
In focusing on music, talk about Louis Armstrong. When we hear music we are sometimes not
noticing the race of the performer. We can start with the idea of a universal experience and then
nudge the students to think about the racial dimensions of the art, the industry, the history, etc.
How we can focus on trying to enhance retention of first-year minority students.
Clubs & such? Debate team. Some discussion-based groups (similar to the debate team, but less
exclusive).
Recruit more diverse faculty and staff and make sure that their teaching assignments put them in
contact with more of these diverse individuals.
Create a safe space in which they can venture into discussion of ideas and issues that are seldom
discussed in high school or (for many) in the home.
Use current events to focus attention on relevant issues -- it’s out there in the media, in the
streets, and elsewhere.
Start at a theoretical level and move toward the more concrete and personal.
We as faculty need more training in this as well. Certain things we should not do.

Group 16: If Rollins becomes an intentionally anti-racist institution, how might general
education look/feel? What would stay the same? What would need to change?
Race and ethnicity as part of a gen ed requirement - this is something that other colleges are
implementing (Colorado College, Emory, Pitt, etc). This might be an opportunity for rFLA and even across
majors. We could consider this as a core competency.
What if students were tasked with learning about and researching racism in their own disciplines?
“Anti-racist” as a term may be qualitatively different than “race and ethnicity” or “racial justice.” We’ll
need to consider what our language will be for curricular goals. Language will be important in labeling
courses -- students will have a reaction to this change (sometimes negative).
Collection of academic materials may need to change too; what resources best support these curricular
changes? For example, it might be important to rethink the author of text and their limited perspective.
Or also access to materials -- potentially more open access materials might help diversify our resources
on this topic. Media too maybe?
This needs to me more than a week you devote in your course -- it needs to be infused throughout. This
kind of topic could be over-compartmentalized and therefore not have the weight it needs. In contrast,
are our classes EXPLICITLY dealing with systemic racism and race theory? If not, can we identify classes
as a true “social justice course?”
We might need some more pedagogical direction and/or training on incorporating this appropriately
into our teaching. This will/could push some of us out of our comfort zone. We may need to be a friend
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to each other and offer supportive critique -- how to best do this could be a culture change. Also being
willing to do something new and experiment with our teaching is critical.
Maybe a “teach in” or other creative training is a good place to start. Departmental retreats are also an
opportunity to do this work.
Intersectionality aims at dealing with deeper race issues. We need to work together, look inward, and
reevaluate. Disciplinarity does not prohibit this work; in fact infusing these issues into our disciplinary
teaching may be our biggest asset. The idea is to “Locate yourself as the center of the problem” -- your
discipline is dealing with race issues, necessarily!
This could be done at the department level in addition to foundations curricula. This should be facultydriven and not be a directive of the administration.

Group 17: If Rollins becomes an intentionally anti-racist institution, how might co-curricular
education look/feel? What would stay the same? What would need to change?
● Co curricular education is the student activities that happen outside of the classroom- student
organizations, volunteering, internships.
● Buy into the cocurricular activities. They need to connect with the activity
● Gave example of activity- interacting with first graders, watching their reactions as they worked
with children was an impactful experience.
● Engaging in the community, Central Florida, diversity. Intentional experiences with people from a
different social /economic background. Making them connect with local community Hannibal
Square for example. History with the local community. What has situated Rollins to be in a
privileged space. Teach them to advocate for their community. Advocating for change
● Shared a history of the planning of Winter Park. Have students know the history.
● how do we make that part of the co-curricular activity?
● how do we do that? We need to do a better job , students are not sure of how to entertain the
conversation. Helping students learn to talk respectfully about this topic is good. Debates etc…..
Get the conversations going.
● We need to have representation not only in the faculty but in the material presented in class. For
co curricular activities,students should be able to connect with mentors that reflect the diversity
that allows them to see the perspective of others .
● student organizations are doing a good job of this. Starting these conversations. Showing
support. Providing a way for students to connect with others like themselves.
● Lucy Cross-safe place for students that felt marginalized. Very important spaces on campus by
their nature extra curricular.
● What gets measured, gets done. Adding a metric so that students can think about it in every
aspect of their Rollins education.
● Honor Societies, Fraternities and Sororities and existing institutions. How might that institution
have some kind of Racism built into it? Looking into existing systems.
● Decolonizing- where is antiracism embedded within the structures of what you are doing?
● Intentionality- how we will do it

Group 18: If Rollins becomes an intentionally anti-racist institution, how might majors/minors
look/feel? What would stay the same? What would need to change?
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● Within majors and minors- what can we do?
● Specific community engagement:
● Retention of students of color in the sciences: incorporating discussions on diversity in STEM -bringing it out into the open. Being self-aware. Recognizing historical privilege in the discipline.
Highlighting contributions of more diverse practitioners in the area. Take on challenge of the
reading list -- anti-racism starting with the reading list
● courses can steer away from white, European centric theories and ideas in the classroom and
incorporate more BIPOC "voices" in the discussions in the classroom
● Mimicking successful practices from the “neighborhoods.” building in a required course that
focuses on race. Ethics competency: develop that into a course designation
● Broader discussion with areas at Rollins
● individual modules embedded within each course: 1:1 relationship. How has privilege impacted
our disciplines? How has it silenced voices? Direct linkages within the area. Xxxx’s example:
patterns of pronunciation of American English. “Industry standard” silences cultural differences.
● Seeing ways that we can make this applicable in every field. Models for course transformation
● Look at courses to analyze where racism is baked in. Where have I (and authors of textbooks)
assumed whiteness as the norm? Seeing anti-racism as not separate, but as integral -decolonizing the syllabus.
● Promote interest in programs that support study of groups traditionally seen as “outside.”
● Seeking out texts
● xxxx’s examples: Acknowledging the implicit racism in lighting design. Whiteness assumed as
neutral. Developing modifications to envision other neutrals. Share the ways that we as
educators and practitioners develop our own thinking. Acknowledging our own biases. Be
transparent about opening up.
● Making certain that students are seeing themselves represented in the curriculum-- as
practitioners, as people whose concerns are being addressed in the material.

Group 19: If Rollins becomes an intentionally anti-racist institution, how might community
relations and outreach look/feel? What would stay the same? What would need to change?
What would need to change? Acknowledge silence and lack of partnership on an institutional level to
begin to build trust and collaborative relationships.
Connect with stakeholders to ensure we are supporting the goals of our local community.
● Internships to support local businesses
● Resources to ensure inclusive hiring practices
● CE courses that meet community needs aligned with learning outcomes
● Recruit diverse students and work to make a Rollins education more accessible (the tuition costs
plus all other costs makes it inaccessible to many excellent students)
Community relations can happen at multiple levels (e.g., more than the administrative role and involves
faculty/staff engagement with our students in our classes and research).
Find out what other teams (Sam Starke etc) are doing- share resources and information. Maybe there
could be a central place for this- on Canvas perhaps.
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Group 20: If Rollins becomes an intentionally anti-racist institution, how might campus
buildings, grounds, and symbols look/feel? What would stay the same? What would need to
change?
● Removing stones from the walk of fame that honor those known to have racist views/actions,
which Archives took on this summer
● Remembering the look and feel of the Galloway room that had all white portraits, all but two
male
● What does it say that the college is as focused on aesthetics with its grounds.
○ Does that make it feel welcoming to all?
■ Students have commented that it feels very pristine and “keep off the grass”
■ Have we moved away from the “country club” stereotype?
○ Are there more sustainable and affordable options?
● Market dept focusing on advertising images of people of color, vs reality
○ Students feeling deceived when they come to campus and experience actual
demographics
● Buildings and interiors: do they allow ease of finding them and feeling comfortable in them?
○ Where are the places students can access and feel at home, esp. students of color
○ Can everyone see themselves represented in some way on campus?
○ Representation through art
○ Are minority-led architecture firms being considered in the design process?
● Accessibility issues
○ Age of buildings and lack of access via elevators
● Symbols of campus
○ Logo, Fiat Lux, compass, Ben Franklin, Tars
○ Mascot that celebrates male contribution to WWI
● Art that is represented on campus
○ Person who made the piece
○ What the piece is
○ Which students feel strongly about it
○ Need for strong representative art when stepping on campus
● How commuting students have places on campus, esp. Those who cannot afford to live on
campus
○ Rollins Hall, additional awareness needed
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Toward an Anti-Racist Institution: Faculty Retreat Breakout Group Recommendations
Topic

Specific Activities or Steps, or Problems Needing Attention

Engaging the Whole Institution

How is anti-racism part of global citizenship? (connect to mission)
“Explore the history of Rollins and the issues and story of race at the institution”
Resources for multicultural events on campus for all students/staff/faculty (e.g., Asians, Black
student union, Hispanic, Middle Eastern, Bhangra, Chinese new year festival)
Department and faculty-driven initiatives
Institutional commitment to anti-racist efforts via resources and funding
Look at co-curricular institutions on campus, just as campus and disciplines reflect on their
histories: “Honor Societies, Fraternities and Sororities and existing institutions. How might that
institution have some kind of racism built into it?”
How are we a welcoming campus? Revisit Walk of Fame stones, portraits hung around campus, art
around campus (who & what are represented?); “keep of the grass” & “country club stereotype”;
logos & mascots; student places on campus where can feel comfortable
Add anti-racism language to Honor Code/Social Code
Recognize power differences beyond race (class, etc.)
Hire a Diversity officer & supporting Campus Inclusion -consider a Diversity Officer with faculty
creds who could work with student populations AND teach
Provide short-term grants (like Critchfield, Ashforth) for anti-racist practice with a promise to
implement
Develop mechanism for voices of faculty of color, many of whom are at Assistant Professor level
(e.g., Faculty of Color Caucus)
Diversity Council needs more support and development: look at composition of group “(mostly
females, not a Standing Committee, no institutional power)”

Revisiting Governance

FEC & CEC training in implicit bias, microaggressions, classroom observations, interpreting student
evals (especially when evaluation committees don’t have faculty of color representation) (also see
Inclusive Academy) -- some recommendation of required training for all faculty
Consider how much anti-racist and inclusive work is outside of governance, standing committees,
the empowered and recognized groups

Diversifying the Faculty via Hiring
Processes

Supporting Faculty of Color

Empower untenured colleagues to speak on committees
Recognize that faculty of color play a disproportionally large role in governance as called on often
to do this work because of diverse identities
Don’t “look solely for a ‘replacement’ of an outgoing faculty member”; Actively recruit diverse
candidates, consider how hires will shape curriculum toward diversity or not (see all of Grp3; also
see Inclusive Academy)
Support for those “charged with recruiting, retaining, and mentoring new faculty”
Encourage interdisciplinarity
Address “visible and invisible impediments to speaking your mind” (e.g., Faculty of Color Caucus)
Avoid putting “extra burdens on people of color” or making them “flag-bearers of diversity”

Who’ll Take It On

Priority

Timeline

CICI?

CICI?

Engage EC in
conversation
about how to
transform Diversity
Council
Can our office pull
together some
funding for this
type of training?
Ask Paul Reich for
time at faculty
meeting to
showcase work
faculty are doing in
this realm

Fall 2020

Revisiting Faculty Evaluation
Practices

Reflecting on Disciplinary Histories
by Departments

Proactively listen to their experiences on campus, what the promotion and tenure process looks
like for them,
Better mentorship programs to “retain faculty from minority/marginalized backgrounds” (see
Inclusive Academy)
Listen and learn about their interests, expertise, lives (not just explaining to them “what Rollins is
about”)
Highlight opportunities for collaboration
“Support system when students make it difficult for faculty of color”
Share relevant data from campus (e.g., campus climate survey results, etc)
Much more attention to retention
Train faculty evaluators (implicit bias, microaggressions, classroom observations, interpreting
student evals), especially (also see Inclusive Academy)
Training for everyone (including faculty being evaluated) in how to interpret the results of student
evaluations, given what we know about the role of biases (i.e., Student evals should be read
differently for faculty of color, not treated the same)
Revisit FSAR questions/boxes for meaningful anti-racist work (e.g., mentoring students of color,
mentoring faculty of color, implicit bias training)
Share FAC’s document on understanding bias and student evaluations
How to “rebuild, reorganize, and reconsider what your discipline ‘is’ to make it appealing to
applicants [and students] from marginalized/minority backgrounds” (see questions p4, Grp3);
“Disciplinarity does not prohibit this work; in fact infusing these issues into our disciplinary
teaching may be our biggest asset. The idea is to ‘Locate yourself as the center of the problem’ -your discipline is dealing with race issues, necessarily!” “How has privilege impacted our
disciplines? How has it silenced voices?”
Dept listening sessions with students: what changes do they want to see in curriculum?
Content: “Finding textbooks that highlight diversity, so students can see themselves in the text,”
“notice the race of the performer,” or don’t just notice the race of minority scholars, artists, etc

Revisiting Curriculum

Dept retreats
“What if students were tasked with learning about and researching racism in their own
disciplines?”
Consider language of “anti-racist,” “race and ethnicity,” “racial justice” when making curricular
goals and labeling courses
Weaving racial and cultural issues across classes (problems & solutions), including in the sciences
Disciplinary history reflection can inform first-year experience courses
Current events in first-year experience
Gen ed requirement or core competency on race and ethnicity, opportunity for rFLA and across
majors
“promote interest in programs that support study of groups traditionally seen as ‘outside’”
Relevant community engagement
Majors/minors: “make sure students see themselves represented in the curriculum—as
practitioners, as people whose concerns are being addressed in the material”

DOF office hosts
listening sessions

DOF office hosts
listening sessions

DOF organizes
training?
DOF organizes
training?
FAC
FAC presents at
faculty meeting
Department chairs
meeting

Dept chairs
meeting
Endeavor Center is
organizing
workshop on
decolonizing
syllabus

Assoc Dean of
Academics
Assoc Dean of
Academics
Assoc Dean of
Academics

Teaching Development

Supporting Students of Color

Empowering Staff

Bring discussions of diversity in STEM out into the open for majors and minors, reading list
New Faculty Orientation: “small teaching workshops,” “basic ideas/resources (how to incorporate
anti-racist rhetoric/ideas/images on PPTs, comments, readings, etc)”
Content review, “decolonizing the syllabus”: who’s represented in readings?, “systematically &
deliberately decentralize canon” (// Disciplinary review, above), throughout courses (not just
isolated unit), See Grp 14 notes, avoid deficit model of representation (e.g., slavery only in
America)
“Teach history of the discipline, including discrimination that led to the field being non-inclusive"
Be aware out of comfort zone, be friend to each other and offer supportive critique, willingness
[and safety] to experiment (p14-15)
What pedagogies are known to support students of color? (e.g., pairs/work with peers, study
groups, syllabi & expectations, content), see Grp 14 notes; also need training in what not to do
“a ‘teach in’ or other creative training”
More resources and open access resources to help diversity academic materials, media, resources
“Continued self-reflection and listening from faculty”
Budget for training and resources on racial equality
Need a more diverse student body
Marketing with images of students of color: “students feel deceived when they come to campus
and experience the actual demographics”
“Make sure diverse faculty and staff are in contact with students of color”? [caution of
overburdening]
Discussion-based clubs & groups “like debate team but less exclusive”
Focus on retention of first-year minority students
Develop a grant/scholarship program for students of color
Raise awareness of “power differences” (anti-racist, anti-Semitism, anti-classism, etc.)
Increase involvement in CE courses, cultural exposure, etc.
Advocate for anti-racist ethics and competency in Code of Conduct
Develop a policy and/or syllabi statement for addressing racist comments in the classroom
Educate advisors via a workshop series on the right questions to ask non-privileged advisees to
better support them and lessen the burden of our faculty of color to be the only advisors for our
students of color
Encourage discussion across student organizations to avoid segregation
Request students share backgrounds, preferred pronouns, potential technical needs, trigger
words/topics, etc. so they feel comfortable in class & faculty can better support them
Strengthen students’ relationships with Dean of Religious Life and alumni of color
Organizing anti-racist training for students and student leaders
Dedicate scholarship funds for students of color
Funding for student organizations (BSUand other affinity groups)
Address inequity with staff
Provide a safe space for support staff to engage in meaningful discussions around diversity,
equality, and fair treatment.
Require of administrators, faculty, and staff training on, e.g., White supremacy, systemic racism,
implicit bias
Further empower all levels of staff (including subcontract employees): support unionization,
representation on Board of Trustees, and on-the-clock participation on administrator and faculty
hiring committees

KK/JS

Relating with the Community

Staff member on faculty hiring committee. Staff member may feel intimidated. Some staff may not
feel equipped to evaluate faculty
Supporting unionization? Give staff a voice.; Identify the needs of the collective -advocacy group.
Identify the needs of the collective -advocacy group
Very apparent disparity in protections between faculty and staff.Faculty-Staff
staff to be involvement in higher-level meetings/committees/decision-making
Address Racial disparities among administrators, faculty, staff, e.g., custodial staff, facilities staff,
foodservice staff. Socioeconomic class.
Involve Admin Assistants in faculty searches as they are a good judge of character
Support Ways to empower all levels of staff.
Connecting students with local community (e.g.,Hannibal Square) and history of local community
(e.g., planning of Winter Park)
Make available mentors that reflect diversity
See “How are we a welcoming campus?” notes in “Connecting to the Whole Institution” row
above
Connect with stakeholders to ensure we are supporting the goals of our local community.
● Internships to support local businesses
● Resources to ensure inclusive hiring practices
● CE courses that meet community needs aligned with learning outcomes
● Recruit diverse students and work to make a Rollins education more accessible (the tuition costs
plus all other costs makes it inaccessible to many excellent students)
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PREFACE
The Rollins College Faculty Affairs Committee (FAC) was requested by several faculty
members and academic administrators to re-examine the efficacy of the current online course
instructor evaluation (CIE) method. The course instructor evaluation tool serves as one
important part of the evaluation of teaching effectiveness at Rollins College. Like any subjective
rating process, the CIE is limited because it can reflect users’ racial and gender biases. This
White Paper is an initial examination of evaluating teaching effectiveness surveyed in the
national literature as well as at Rollins College. Accordingly, the FAC recommends ongoing
analysis of teaching effectiveness and possible sources of bias.
To that end, this White Paper examines the phenomena of racial, gender and sexual orientation
bias in CIEs. Nonetheless the FAC does not recommend abolishing CIEs. Instead we ask
evaluators to be aware of possible bias and encourage more effective use of the CIE. The
intention behind this White Paper is to provide an educational resource to faculty and
administrators about the limitations of course evaluations in evaluating faculty for tenure and
promotion. While course evaluations can provide valuable feedback to a faculty member on how
to improve her or his courses and can also reveal areas of strengths and weaknesses in teaching,
best practices indicate that course evaluations should be only one measure of a variety of
measures to evaluate teaching. There is a prolific literature examining the reliability and validity
of student evaluations of teaching (SET) in higher education. Generally, the literature reports the
robust conclusion that online course evaluations are vulnerable to biases correlated with gender,
race, and sexual orientation of the instructor. In addition, the literature generally finds that many
course evaluations are poor measures of student learning. Instead, the instruments tend to
capture student satisfaction with the course, their perception of learning rather than actual
learning, and their grade expectations. Course evaluations can reflect students’ (sometimes
implicit) biases and as such may often be impoverished sources of information about minority
and female faculty in administrative review of teaching effectiveness.
This White Paper provides an overview of the national literature regarding gender, race, and
sexual orientation-related biases in course evaluation. We also identify some of the unique
characteristics of Rollins College which separate us from other institutions in these studies.
3

Next, we report general descriptive results regarding the outcomes from the CIEs at Rollins as
they compare to the trends found in the literature. Finally, the goal of the FAC is to prepare
recommendations that will be discussed with the faculty during the spring, 2021. Excellence in
teaching is the sine qua non of Rollins College. As a faculty we are eager to inform ourselves of
our teaching effectiveness and student learning. We hope to increase awareness of the strengths
and limitations of course evaluations thus encouraging a forum for discussion and development.
Course instructor evaluations (CIEs) play a significant role in career trajectories, in both
personnel and awards decisions for faculty at many institutions, including Rollins. A chorus of
recent inquiries into the efficacy of course evaluations across various institutions suggests that
they may provide limited information about teaching effectiveness generally, and they frequently
can reflect the unconscious biases of students. The limitations of course evaluations are
magnified in the context of evaluating minority faculty. This white paper examines gender,
racial, and sexual biases, although other sources of bias exist. The literature affirms the
importance of using a holistic approach for evaluating teaching that recognizes the limitations of
course evaluations and includes other measures of evaluating teaching.
GENERAL LIMITATIONS OF TEACHING EVALUATIONS
Since the 1990s, when course evaluations began to take on significant importance in hiring,
retention, and promotion decisions at American universities, scholars have sounded the alarm on
their efficacy. 2 In a recent 2017 review of the literature, and which includes some strong
suggestions for rethinking course evaluations, Henry Hornstein notes several problems with
standardizing the evaluation of teaching. These problems include: (1) considerable disagreement
about what qualities mark “teaching effectiveness” and the problem of measurement generally;
(2) a reminder that CIEs are objectively suspect because they measure students’ subjective
perceptions of a course and instructor rather than the actual course and instructor herself; (3) the
problem of limited response rates; and (4) that student satisfaction does not necessarily correlate
with learning. Hornstein surveys the ways in which course evaluations do not offer a solid

2

See, for example, J.V. Adams, “Student Evaluations: The Ratings Game.” Inquiry 1 (1997): 1016.
4

ground on which instruction can be measured objectively. In response, he suggests that “the
persistent practice of using student evaluations as summative measures to determine decisions
for retention, promotion, and pay for faculty members is improper and depending on
circumstances could be argued to be illegal.” 3
Many studies conclude that course evaluations are flawed measures of teaching effectiveness. 4
Boring, et. al., find that student evaluations are more strongly related to the instructor’s gender
and to students’ grade expectations than objective indicates of learning. “On the whole, high
SET (student evaluations of teaching) seem to be a reward students give instructors who make
them anticipate getting a good grade. . . .” 5 Boring and her colleagues also find gender
disparities in student teaching evaluations. Overall, male instructors receive higher scores than
female instructors. However, they also find gender concordance—male students give male
instructors higher evaluation scores than they give female instructors, and vice versa. Therefore,
gender effects may be heightened depending on the composition of the instructor’s class. For
instance, a female instructor with a largely male student class might expect to receive statistically
significant lower evaluations regardless of how much learning occurred in the course. Indeed,
Deslauriers and colleagues found little relationship between perceived learning and objective
learning in introductory physics classes. 6 The authors found that students who are engaged in
active learning—while more difficult than passive learning—demonstrate objectively greater
knowledge on end of the year exams. Consistent with this objective, Rollins College encourages
active learning by students even though it is more challenging. Despite the advantages of active
learning, however, some students may perceive themselves to learn more under passive learning
approaches. This could lead to a disconnect between the effectiveness of a course measured by
student learning and the perceptions held by students revealed in the course evaluation.
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Hornstein, Henry, “Student evaluations of teaching are an inadequate assessment tool for
evaluating faculty performance.” Cogent Education 4 (2017): 1-8, 2.
4
Boring, Anne, Kellie Ottoboni, and Philip Start, “Student evaluations of teaching (mostly) do
not measure teaching effectiveness,” ScienceOpen Research, January 7, 2016.
5
Ibid, p. 1.
6
Deslauriers, Louis, Logan McCarty, Kelly Miller, Kristina Callaghan, and Greg Kestin,
“Measuring actual learning versus feeling of learning in response to being actively engaged in
the classroom,” PNAS Latest Articles, August 13, 2019.
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Finally, Esarey and Valdes use computational simulation that assumes course evaluations are
valid, reliable, and unbiased. They find that even under these ideal assumptions course
evaluations cannot reliably identify good teaching. Instead, they recommend that using course
evaluations in combination with multiple measures of teaching effectiveness can produce better
results. 7
The FAC would like to add that course evaluations for courses that involve controversial,
emotionally triggering, or political content might confuse indicators of student learning with
student perceptions of a class. This might be especially true for faculty from underrepresented
groups who teach about topics related to their identity, for example, African American faculty
who teach about racism and white privilege.
GENDER BIAS IN TEACHING EVALUATIONS
A robust scholarship over the last thirty years indicates that student evaluations unfairly critique
the teaching effectiveness of female instructors due not to “gendered behavior” on behalf of the
instructors but to “actual bias on the part of the students.” 8 In a 2015 study from MacNell,
Driscoll, and Hunt, the authors emphasize that student gender biases reflect a broader trend of
“the pervasive devaluation of women, relative to men, that occurs in professional settings in the
United States” (293). The authors show that gender bias in course evaluations is a significant
source of inequality facing female faculty and “systematically disadvantages women in
academia” (301).
Ben Schmidt, professor of history at Northwestern University, has compiled data from over 14
million Ratemyprofessor.com reviews in interactive graphs on his professional website that
reveal the unconscious bias of student evaluations. According to Claire Cain Miller, Schmidt’s
data reveals “that people tend to think more highly of men than women in professional settings,
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Esarey, Justin and Natalie Valdes, “Unbiased, reliable, and valid student evaluations can still be
unfair,” Assessment and Evaluation in Higher Education, February 20, 2020.
8
MacNell, Lillian, Adam Driscoll, and Andrea Hunt, “What’s in a Name: Exposing Gender Bias
in Student Ratings of Teaching.” Innovative Higher Education 40 (2015): 291-303, 301.
Subsequent references appear parenthetically within the text.
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praise men for the same things they criticize women for, and are more likely to focus on a
woman’s appearance or personality and on a man’s skills and intelligence.” 9 Schmidt’s
visualizations of his data, available on his website show significant discrepancies along gender
lines in student evaluations of teaching: male instructors are more likely to be rated “smart,”
“genius,” or “funny,” while female professors are more frequently labeled “strict” or “bossy.”
Professor Schmidt’s frequency analysis of RateMyProfessor.com is limited in that
Ratemyprofessor.com tends to attract a nonrepresentative sample of course evaluators; however,
its strength is that the site is possibly the largest publicly-available database of course
evaluations.
More recently, scholars Kristina Mitchell and Jonathan Martin demonstrate the differences in
language students use to evaluate male and female faculty. They show that a male instructor
“administering an identical course as a female instructor receives higher ordinal scores in
teaching evaluations, even when questions are not instructor-specific.” 10 Mitchell and Martin
demonstrate that student evaluations of female faculty often demean their professional
accomplishments, critique their attire and personality, and generally document “that students
have less professional respect for their female professors” (652). These data encourage Mitchell
and Martin to argue against course evaluations in administrative or promotional decisions
altogether because “the use of evaluations in employment decisions is discriminatory against
women” (648).
RACIAL AND ETHNIC BIAS IN TEACHING EVALUATIONS
Although course evaluations have existed in higher education for nearly a century, it is no
surprise that education researchers have historically “overlooked the classroom experiences of
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Miller, Claire Cain, “Is the Professor Bossy or Brilliant? Much Depends on Gender.,” New
York Times, 6 Feb. 2015.
10
Mitchell, Kristina M. and Jonathan Martin, “Gender Bias in Student Evaluations.” PS:
Political Science & Politics 51, 3 (July 2018):, 648-652, 648. Subsequent references appear
parenthetically within the text.
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teachers and professors of color.” 11 Over the last several decades, this lacuna has begun to be
addressed as education researchers have investigated the challenges facing professors of color in
regards to the validity of course evaluations and the instrument’s tendency to reflect prejudices.
Thirty years ago, textile and clothing scholar Usha Chowdhary conducted two different sections
of the same course in different garb—one in traditional Indian clothing and the other in Western
clothing; she discovered that the course evaluations from the section in which she wore
traditional Indian clothing were more negative. 12 Ten years later, Heidi Nast surveyed “student
resistances to multicultural teaching and faculty diversity [and] the risks that derive from
problematic institutional deployment of student evaluations as a means of judging multicultural
curricular and faculty success.” 13 Nast surveys several incidents when course evaluations were
used to harass faculty of color and/or LGBTQ faculty and “to register anger and disapproval at
having to negotiate topics and issues in a scholarly way which conflict with heretofore learned
social values and assumptions” (104). A contemporaneous study by Katherine Hendrix similarly
determines that “race influences student perceptions of professor credibility” (740) and that “the
competence of Black professors was more likely to be questioned” (758). This review only
scratches the surface of a robust scholarship from the end of the twentieth century; Chowdhary,
Nast, and Hendrix help us understand how course evaluations for classes taught by faculty of
color frequently reflect larger social biases and are this must be weighed when using course
evaluations as a measure of success in the classroom. 14
While Chowdary, Nast, and Hendrix relied on anecdotal data from restricted sample sizes, more
recently scholars have broadened the scope of their investigations. In a robust review of
evaluations from students at 25 liberal arts colleges on the website Ratemyprofessor.com,
11

Hendrix, Katherine Grace, “Student Perceptions of the Influence of Race on Professor
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A more recent study confirms their findings: Arnold K Ho, Lotte Thomsen, and Jim Sidanius,.
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39.2 (2009): 389-406.
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Landon Reid determined that “racial minority faculty, particularly Black faculty, were evaluated
more negatively than White faculty in terms of Overall Quality, Helpfulness, and Clarity.” 15
Reid cautions that “both race and gender have an interactive effect on course evaluations that
should be considered in the tenure and promotion cases of racial minority faculty” (145).
Importantly, Reid points out that students “are unlikely to assert that a racial minority faculty
member is a bad instructor because of their race” and that “instead, prejudicial biases are more
likely to be expressed as principled, and therefore socially defensible, evaluations of an
instructor’s teaching” (146). Reid noted particularly that at institutions like Rollins, which
“demand excellent, not merely good, teaching for promotion and tenure” the problem of racial
minority faculty’s evaluative disadvantage may be “compounded” (148).
Similarly, Bettye Smith and Billy Hawkins contribute to the discussion with a large-scale
quantitative, empirical study which determined that “race does matter in how students evaluate
both faculty and the value of the courses faculty teach […] and therefore matters when
examining faculty effectiveness.” 16 Smith and Hawkins’s study demonstrates that Black
faculty’s “mean scores were the lowest” among Black, White, and a third racial category of
Other (159). Smith and Hawkins find that this phenomenon was “especially troublesome
because these ratings have the power to affect merit increases and careers” (159). Other studies
have addressed this evaluative disadvantage shouldered by minority faculty, with similar
findings that Hispanic and Asian American faculty similarly receive lower ratings than White
faculty. 17

SEXUAL ORIENTATION BIAS IN TEACHING EVALUATIONS
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Reid, Landon, “The Role of Perceived Race and Gender in the Evaluation of College Teaching
on RateMyProfessors.com.” Journal of Diversity in Higher Education 3, 3 (2010): 137-152, 145.
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There is a growing literature investigating whether students’ evaluations of professors are
influenced by their perception of the faculty member’s sexual orientation. Generally,
conclusions about students’ racial and gender biases extend to biases about sexual orientation of
instructors. For instance, Melanie Moore and Richard Trahan find that women who teach
courses on gender often experience resistance and skepticism because students perceive them as
advancing their personal political agenda. 18 By extension, Russ, Simonds, and Hunt (2002)
examine whether instructor sexual orientation influences students’ perceptions of teacher
credibility, character, and students’ personal assessment of how much they are learning. 19 Their
results suggest that perceptions of credibility, character, and student learning are strongly
influenced by the sexual orientation of the instructor. In comparing student ratings of a guest
instructor who indicated he was either gay or straight, “Students perceived the gay instructor to
be significantly less credible in terms of competence and character” compared to their
evaluations of the straight instructor (316). Similarly, analyzing qualitative information such as
written comments revealed that the gay instructor vignette received four-times more negative
comments by students compared to the straight instructor. Russ and Simonds also reveal a
connection between students’ perception of how much they learn, the credibility of the
instructor, and the sexual orientation of the instructor. First, they find that students perceive
themselves to learn more from teachers who are seen as credible. Second, “students perceive
they learn almost twice as much from a heterosexual teacher compared to a gay teacher (319).”
In summary, students rate a gay instructor as less credible and therefore perceive themselves as
learning less than from a heterosexual instructor.
In addition to perceived learning perceptions, Kristin Anderson and Melinda Kanner report that
“Lesbian and gay professors were rated as having a political agenda, compared to heterosexual
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Moore, Melanie and Richard Trahan, “Biased and political: Student perceptions of females
teaching about gender.” College Student Journal, 31, 4, (1997).
19
Russ, Travis L. Cheri J. Simonds, and Stephen K. Hunt, “Coming Out in the Classroom . . . An
Occupational Hazard?: The Influence of Sexual Orientation on Teacher Credibility and
Perceived Student Learning,” Communication Education, 51, 3, (2002).
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professors with the same syllabus (1538). 20 These results suggest that students’ course evaluation
criteria differ when evaluating courses taught by lesbian or gay professors versus heterosexual
professors. This expanding body of literature shows that there are biases regarding the sexual
orientation of instructors.
COURSE INSTRUCTOR EVALUATIONS AT ROLLINS COLLEGE
The current course and instructor evaluation instrument (CIE) was adopted in 2007. The CIEs
provide several unique and important sources of information for the instructor of the course and
the evaluation committees. The CIE provides longitudinal information regarding a faculty
member’s development as a teacher. In this way, the instrument offers information about the
patterns and trajectories of faculty teaching; the CIEs also provide narrative feedback from
student comments. The qualitative information from student comments can be combined with
the numeric information available from the inventory of evaluation areas receiving scaled scores.
Both qualitative and quantitative information can be useful to faculty members to reflect upon
and improve their teaching and for evaluation committees to identify patterns and areas of
concern. As this White Paper discusses, course evaluations may reflect bias in both the narrative
comments and numerical scores. We should recognize that the CIEs at Rollins are subject to
some of the limitations associated with all teaching evaluation instruments used at institutions
across the United States. Because of this Rollins should carefully consider the role of course
evaluations in tenure and promotion decisions and ensure that we use a holistic approach for
evaluating teaching which includes course evaluations, syllabi, assignments, exercises,
simulations, classroom observation, etc. The evaluator should combine the qualitative student
comments and the quantitative scores to gain a narrative and numeric picture of the students’
perceptions of the course.
BIAS AT ROLLINS
The Office of Institutional Analytics examined whether there is evidence of bias in the
quantitative component of the Course and Instructor Evaluation (CIE) instrument used at Rollins.
20

Anderson, K. J., & Kanner, M., Inventing a gay agenda: Students' perceptions of lesbian and gay professors.
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The study was conducted using 1,837 course sections taught by full-time CLA faculty from fall,
2016 through fall, 2019. This produced a pool of more than 32,000 separate course evaluations
used in the statistical analysis. International faculty and faculty who did not specify their race or
ethnicity in the College survey are excluded from the analysis. The results indicate very small
differences in the quantitative scores between male and female faculty as well as between white
non-Hispanic faculty and faculty from minority groups.
Two different analyses were conducted. The first test compared the difference in mean raw
scores for each indicator in the CIE between faculty groups. The differences in mean raw scores
range from 0.02 to 0.10 of one raw score point (significant; p<0.05). The second analysis
examined the difference in the percentage of course evaluations that receive either a Poor (score
= 1) or Fair (score=2) on items in the inventory. In other words, this analysis explores the
possibility that certain groups of faculty receive a larger number of extremely poor evaluations
compared to their white male colleagues. The results show that female faculty and faculty from
minority groups receive 0.40% to 1.50% more evaluations with low scores (significant; p<.05).
(Refer to Appendix for complete results).
This analysis had a very large sample size (N). Large-N studies such as this can sometimes
produce an illusory statistical significance, such that even though the statistical tests are
significant, they may only appear that way due to the large sample size. This, even when groups
do not truly differ, they may “significantly” differ when N is very large. Therefore, the FAC
requested two additional analyses. First, the Office of Institutional Analytics calculated effect
size (Cohen’s d). The measure of effect size compares any two groups to see how much they
differ from each other. Cohen's d is a statistic used to measure the standardized difference
between two means. A 'rule of thumb' is when d is less than 0.2 it indicates small differences
between the sample means. When d approaches 0.5 there is evidence of a moderate effect and
when d approaches 0.8 the effect is considered large. In our data set, the majority of the
comparisons have a d less than 0.2 although a few items range between 0.2 and 0.4. (See
Appendix 3). Thus, the effect sizes (the differences between the groups) were small to
moderate. This analysis of quantitative differences (statistical significance and effect size) in
quantitative dimension of the CIE does not address the potential psychological or evaluative
impact of the numbers on the perceptions and actions of evaluators and instructors themselves,
nor does it address bias in students’ comments.
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Finally, Appendix 4 reports the results for whether there was a difference in the average size of
class enrollments by the faculty groups. If faculty from under-represented groups or female
faculty members regularly teach classes that are larger (smaller) compared to white (male)
faculty then there could be a class size effect influencing the results. The results indicate that
class sizes are comparable across all groups in the study and this test provided no evidence of a
class-size effect.

Summary Comparison of Quantitative CIE Scores For Faculty Groups
Range
(min – max differences)
Minority Faculty compared with White faculty
Range of mean differences in raw scores (minority

0.02 – 0.10

means < white means)
Range of difference in percent of evaluations either

0.53% - 1.47%

Poor (1) or Fair (2) (minority percent > white
percent)
Female compared with Male Faculty
Range of mean differences in raw scores (female <

0.02 – 0.09

male)
Range of percent of evaluations either Poor (1) or

0.39% - 1.45%

Fair (2) (female percent > male percent)
29,733 < N <32,307
The faculty of Rollins College strive to be excellent teachers. Faculty value the information they
receive from their course evaluations each semester as they reflect on and fine-tune their classes.
The Faculty Affairs Committee offers several recommendations designed to heighten awareness
of the subtle ways bias influences course evaluations as well as ways to best use the information
contained in the CIEs. The FAC hopes these suggestions will increase awareness of the
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potential forms of bias and contribute to a discussion of how to effectively evaluate teaching in
liberal arts colleges.
1.

The Office of Institutional Analytics should conduct the Race and Gender Bias Study
every four years and report the results to the Faculty Affairs Committee. We recommend
that the next study also include an analysis of student comments. This enables an
analysis of both quantitative and qualitative information contained in the evaluations.
Regular reporting of this information allows faculty and administrators to monitor the
institution’s progress regarding resisting bias in teaching evaluations and aids in
effectively using the information contained in the CIEs.

2.

The FAC recommends that the text box for faculty comments on the CIE is made a
permanent feature on Course Instructor Evaluations.

3.

The FAC recommends that the name of the instrument be changed from Course
Instructor Evaluation to “Student Perceptions of the Course and Instruction.”

4.

The FAC encourages faculty to view the online tutorial available for using the CIE).
The instructional tutorial is very thorough and provides useful contextual information for
properly interpreting course evaluations, possible biases in raw scores and comments, and
interpretation of the comparison percentiles.

5.

CIEs can provide useful longitudinal information by identifying trends and patterns in
faculty instruction. The strategy for interpreting CIEs is combining the quantitative
measures (raw scores) with the qualitative information available in students’ comments.
The FAC affirms that a holistic approach to evaluation is preferrable in which CIEs are
combined with other sources of information about teaching quality and development.

6.

The FAC recommends that evaluators avoid relying on the percentiles except when they
reveal a consistent pattern below the 10th percentile. The overall distribution of teaching
scores at Rollins is very high. Therefore, small changes in raw scores can produce large
changes in the corresponding percentile score.
14

Appendix
Results for Negative Bias against Female Faculty and Faculty from Unrepresented Groups
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Negative Rating Bias Against Female Faculty in Student Course Evaluations
Chi-square test for Equal proportions

Null Hypothesis H0 = Both female and male faculty are equally likely to receive negative rating (1=Poor and 2=Fair) from student
i.e. H0 = the proportions of negative rating received by male and female faculty = 0.5
Alternate Hypothesis H1 = Male and female faculty are not equally likely to receive negative rating from a student
For each of questions below, where p-value < 0.05, reject the null hypothesis and infer that the proportion of negative ratings received by male and female faculty are not equal
Conclusion: This study shows that full-time Female Faculty at Rollins College consistently receive more negative rating in student course evaluations compared to their male counterpart

for Female Faculty

#

11.2

Survey Question

Overall Professor - Overall, how would you
rate this professor?

for Male Faculty

Difference
Response
% of
in % of 1
Responses of 3 % of Responses
% of
s of 3
Responses of % of Responses
Poor and 2
Responses of
Responses of 3
Good, 4 Very of 3 Good, 4 Very Total # of
Responses Good, 4
Total # of
1 Poor and 2 of 1 Poor and 2
1 Poor and 2
Good, 4 Very
Fair
Good and 5
Responses
Good and 5
of 1 Poor
Very
Responses
Fair
Fair
Fair
Good and 5
responses
Excellent
Excellent
and 2 Fair Good and
Excellent
(Male 5
Female)
Excellent

1,140

ChiSquare
Statistic
Value

Prob or pvalue

N

6.8%

15,745

93.2%

16,885

812

5.3%

14,514

94.7%

15,326

-1.45%

29.81

4.8E-08

32,211

467

2.7%

16,521

97.3%

16,988

336

2.2%

15,036

97.8%

15,372

-0.56%

10.58

1.1E-03

32,360

900

5.3%

16,063

94.7%

16,963

557

3.6%

14,787

96.4%

15,344

-1.68%

52.52

4.3E-13

32,307

366

2.2%

16,589

97.8%

16,955

321

2.1%

15,021

97.9%

15,342

-0.07%

0.17

6.8E-01

32,297

936

5.5%

16,012

94.5%

16,948

749

4.9%

14,588

95.1%

15,337

-0.64%

6.65

9.9E-03

32,285

1,151

6.8%

15,802

93.2%

16,953

975

6.4%

14,368

93.6%

15,343

-0.43%

2.47

1.2E-01

32,296

323

1.9%

16,626

98.1%

16,949

194

1.3%

15,138

98.7%

15,332

-0.64%

20.95

4.7E-06

32,281

716

4.2%

16,214

95.8%

16,930

517

3.4%

14,801

96.6%

15,318

-0.85%

15.95

6.5E-05

32,248

730

4.3%

16,081

95.7%

16,811

508

3.3%

14,736

96.7%

15,244

-1.01%

21.96

2.8E-06

32,055

575

3.4%

16,334

96.6%

16,909

461

3.0%

14,862

97.0%

15,323

-0.39%

3.97

4.6E-02

32,232

712

4.3%

15,768

95.7%

16,480

514

3.4%

14,394

96.6%

14,908

-0.87%

15.88

6.8E-05

31,388

7. Please rate your professor on the following characteristics7.1
7.2
7.3
7.4
7.5
7.6
7.7
7.8
7.9
7.10

Respectful - Treats students with courtesy
and respect
Prepared - Organized & prepared when
teaching students
Enthusiastic - Genuinely excited about
teaching & interacting with students
Effective - Able to explain complex material &
accomplish course goals
Interesting - Draws your interest & keeps
your attention
Knowledgeable - Comprehensive & current
knowledge in her/his field
Egalitarian - Treats students equally - does
not play favorites
Tolerant - Open to student attitudes &
opinions that are not her/his own
Supportive - Encourages students to do their
best & supports their efforts
Available - Easy to approach & available for
meetings outside of class
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Lower Average Score Bias Against Female Faculty in Student Course Evaluations
Two sample t-test for Equal Average Scores

Null Hypothesis H0 = The avg. score given by students to male and female faculty are equal (or statistically indifferent). Avg. score for each faculty is calculated for each of the
below questions asked in student course evaluation by considering the following scores: 1 for Poor, 2 for Fair, 3 for Good, 4 for Very Good and 5 for Excellent.
Alternate Hypothesis H1 = Average scores given to male and female faculty by the students in course evaluation is not equal.
For each of questions below, where Probt < 0.05, reject the null hypothesis and infer that the average score received by the male and female faculties in that question is not the
same.
Conclusion: This study shows that full-time Female Faculty at Rollins College consistently receive a lower average score in student course evaluations compared to their male counterpart

#

11.2

Survey Question

Overall Professor - Overall, how would you
rate this professor?

Average Score
of Female
Faculty
(mu1)

4.37

Average Score
of Male Faculty
(mu2)
<

4.46

4.66

<

4.70

4.50

<

4.59

4.69

<

4.71

4.48

<

4.53

4.42

<

4.47

4.72

<

4.79

4.60

<

4.65

4.59

<

4.66

4.65

<

4.67

4.59

<

4.64

Difference
between Avg.
Score of Male Female Faculty

Method

Variances

tValue

DF

Probt

0.09 Pooled

Equal

-21.60

32,209 <.0001

0.04 Pooled

Equal

-17.32

32,358 <.0001

0.09 Pooled

Equal

-24.26

32,305 <.0001

0.02 Pooled

Equal

-8.04

32,295 <.0001

0.05 Pooled

Equal

-16.76

32,283 <.0001

0.05 Pooled

Equal

-18.49

32,294 <.0001

0.07 Pooled

Equal

-35.41

32,279 <.0001

0.05 Pooled

Equal

-20.72

32,246 <.0001

0.07 Pooled

Equal

-23.06

32,053 <.0001

0.02 Pooled

Equal

-11.46

32,230 <.0001

0.05 Pooled

Equal

-14.74

31,386 <.0001

Method

Variances

Satterthwai
te
Unequal

tValue

DF

Probt

-21.69

32,203 <.0001

Unequal

-17.51

31,932 <.0001

Unequal

-24.54

31,732 <.0001

Unequal

-8.00

30,973 <.0001

Unequal

-16.78

32,103 <.0001

Unequal

-18.42

31,332 <.0001

Unequal

-35.67

32,219 <.0001

Unequal

-20.85

32,224 <.0001

Unequal

-23.25

31,857 <.0001

Unequal

-11.48

32,033 <.0001

Unequal

-14.83

31,366 <.0001

7. Please rate your professor on the following characteristics7.1
7.2
7.3
7.4
7.5
7.6
7.7
7.8
7.9
7.10

Respectful - Treats students with courtesy
and respect
Prepared - Organized & prepared when
teaching students
Enthusiastic - Genuinely excited about
teaching & interacting with students
Effective - Able to explain complex material &
accomplish course goals
Interesting - Draws your interest & keeps
your attention
Knowledgeable - Comprehensive & current
knowledge in her/his field
Egalitarian - Treats students equally - does
not play favorites
Tolerant - Open to student attitudes &
opinions that are not her/his own
Supportive - Encourages students to do their
best & supports their efforts
Available - Easy to approach & available for
meetings outside of class

Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te

** The above study was conducted by the Office of Provost with results collected from student course evaluations in CLA courses from most recent 7 Spring and Fall terms (Fall 2016 through Fall 2019) for 1,837 sections taught
by our current 200 full-time CLA faculty. The analysis was carried out on the 11 questions asked to students in course evaluations that rate faculty on their teaching and behavior in the classroom. The four groups used for this
analysis are full-time female faculty, full-time male faculty, full-time faculties from White Non-Hispanic race and faculties from Under-represented Minority (URM) races. URM group includes faculty from Asian, African
American race and, Hispanic ethnicity. International faculty and faculty who have not specified their Race or Ethnicity to the college survey have been excluded from the study. All race, ethnicity and gender categories are selfidentified by the individuals.
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Negative Rating Bias Against Under-represented Faculty in Student Course Evaluations
Chi-square test for Equal proportions
Null Hypothesis H0 = Both Under-represented faculty (URM) and White Non-Hispanic faculty are equally likely to receive negative rating (1=Poor and 2=Fair) from students
i.e. H0 = the proportions of negative rating received by URM and White faculty = 0.5
Alternate Hypothesis H1 = URM and White faculty are not equally likely to receive negative rating from a student
For each of questions below, where p-value < 0.05, reject the null hypothesis and infer that the proportion of negative ratings received by URM and White faculty are not equal
Conclusion: This study shows that full-time Faculties from Under-represented Races at Rollins College consistently receive a more negative rating in student course evaluations compared to
other White Non-Hispanic Faculties

for Under-represented (URM) Faculty

#

11.2

Survey Question

Overall Professor - Overall, how would you
rate this professor?

Responses of 3 % of Responses
Responses of % of Responses
Good, 4 Very
of 3 Good, 4
Total # of
1 Poor and 2 of 1 Poor and 2
Good and 5 Very Good and 5 Responses
Fair
Fair
Excellent
Excellent

346

for White Non-Hispanic Faculty
% of
Responses of
Responses of
1 Poor and 2
1 Poor and 2
Fair
Fair

Difference
in % of 1
ChiResponses of 3 % of Responses
Poor and 2
Square
Good, 4 Very of 3 Good, 4 Very Total # of
Fair
Good and 5
Responses
Statistic
Good and 5
responses
Excellent
Value
Excellent
(White URM)

Prob or pvalue

N

7.2%

4,449

92.8%

4,795

1,450

5.6%

24,264

94.4%

25,714

-1.58%

18.14

2.1E-05

30,509

139

2.9%

4,684

97.1%

4,823

593

2.3%

25,237

97.7%

25,830

-0.59%

5.99

1.4E-02

30,653

236

4.9%

4,583

95.1%

4,819

1,084

4.2%

24,702

95.8%

25,786

-0.69%

4.73

3.0E-02

30,605

142

2.9%

4,679

97.1%

4,821

475

1.8%

25,300

98.2%

25,775

-1.10%

24.99

5.8E-07

30,596

304

6.3%

4,512

93.7%

4,816

1,234

4.8%

24,534

95.2%

25,768

-1.52%

19.72

9.0E-06

30,584

350

7.3%

4,471

92.7%

4,821

1,616

6.3%

24,161

93.7%

25,777

-0.99%

6.63

1.0E-02

30,598

99

2.1%

4,717

97.9%

4,816

377

1.5%

25,389

98.5%

25,766

-0.59%

9.30

2.3E-03

30,582

218

4.5%

4,586

95.5%

4,804

932

3.6%

24,813

96.4%

25,745

-0.92%

9.41

2.2E-03

30,549

212

4.4%

4,563

95.6%

4,775

923

3.6%

24,668

96.4%

25,591

-0.83%

7.76

5.3E-03

30,366

210

4.4%

4,598

95.6%

4,808

745

2.9%

24,977

97.1%

25,722

-1.47%

28.94

7.5E-08

30,530

198

4.3%

4,452

95.7%

4,650

936

3.7%

24,147

96.3%

25,083

-0.53%

2.96

8.5E-02

29,733

7. Please rate your professor on the following characteristics7.1
7.2
7.3
7.4
7.5
7.6
7.7
7.8
7.9
7.10

Respectful - Treats students with courtesy
and respect
Prepared - Organized & prepared when
teaching students
Enthusiastic - Genuinely excited about
teaching & interacting with students
Effective - Able to explain complex material &
accomplish course goals
Interesting - Draws your interest & keeps
your attention
Knowledgeable - Comprehensive & current
knowledge in her/his field
Egalitarian - Treats students equally - does
not play favorites
Tolerant - Open to student attitudes &
opinions that are not her/his own
Supportive - Encourages students to do their
best & supports their efforts
Available - Easy to approach & available for
meetings outside of class
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Lower Average ScoreBias Against Under-represented Faculty in Student Course Evaluations
Two sample t-test for Equal Average Scores
Null Hypothesis H0 = The avg. score given by students to URM and White Non-Hispanic faculty are equal (or statistically indifferent). Avg. score for each faculty is calculated for each of
the below questions asked in student course evaluation by considering the following scores: 1 for Poor, 2 for Fair, 3 for Good, 4 for Very Good and 5 for Excellent.
Alternate Hypothesis H1 = Average scores given to URM and White faculty by the students in course evaluation is not equal.
For each of questions below, where Probt < 0.05, reject the null hypothesis and infer that the average score received by the URM and White faculties in that question is not the same.
Conclusion: This study shows that full-time Faculty from Under-represented Races at Rollins College consistently receive a lower average score in student course evaluations compared to other
White Non-Hispanic Faculty

#

11.2

Survey Question
Overall Professor - Overall, how would you
rate this professor?

Average Score
Difference
of White Non- between Avg.
hispanic Faculty Score of White (mu2)
URM Faculty

Average Score
of URM
Faculty
(mu1)

4.37

<

4.44

4.66

<

4.69

4.54

<

4.56

4.66

<

4.72

4.44

<

4.54

4.41

<

4.48

4.73

<

4.77

4.62

<

4.63

4.60

<

4.64

4.61

<

4.67

4.59

<

4.63

Method

Variances

tValue

DF

Probt

0.07 Pooled

Equal

-8.72

30,507 <.0001

0.03 Pooled

Equal

-9.63

30,651 <.0001

0.02 Pooled

Equal

-4.9

30,603 <.0001

0.06 Pooled

Equal

-11.75

30,594 <.0001

0.10 Pooled

Equal

-14.5

30,582 <.0001

0.07 Pooled

Equal

-6.52

30,596 <.0001

0.03 Pooled

Equal

-7.81

30,580 <.0001

0.02 Pooled

Equal

-10.52

30,547 <.0001

0.04 Pooled

Equal

-10.81

30,364 <.0001

0.06 Pooled

Equal

-16.73

30,528 <.0001

0.04 Pooled

Equal

-11.34

29,731 <.0001

Method

Variances

Satterthwai
te
Unequal

tValue

DF

Probt

-7.67

6,083 <.0001

Unequal

-8.83

6,296 <.0001

Unequal

-4.53

6,332 <.0001

Unequal

-8.74

5,578 <.0001

Unequal

-12.11

5,916 <.0001

Unequal

-5.48

5,947 <.0001

Unequal

-6.46

5,882 <.0001

Unequal

-9.6

6,246 <.0001

Unequal

-9.59

6,091 <.0001

Unequal

-13.21

5,726 <.0001

Unequal

-9.39

5,679 <.0001

7. Please rate your professor on the following characteristics7.1
7.2
7.3
7.4
7.5
7.6
7.7
7.8
7.9
7.10

Respectful - Treats students with courtesy
and respect
Prepared - Organized & prepared when
teaching students
Enthusiastic - Genuinely excited about
teaching & interacting with students
Effective - Able to explain complex material &
accomplish course goals
Interesting - Draws your interest & keeps
your attention
Knowledgeable - Comprehensive & current
knowledge in her/his field
Egalitarian - Treats students equally - does
not play favorites
Tolerant - Open to student attitudes &
opinions that are not her/his own
Supportive - Encourages students to do their
best & supports their efforts
Available - Easy to approach & available for
meetings outside of class

Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te
Satterthwai
te

** The above study was conducted by the Office of Provost with results collected from student course evaluations in CLA courses from most recent 7 Spring and Fall terms (Fall 2016 through Fall 2019) for 1,837 sections taught by our
current 200 full-time CLA faculty. The analysis was carried out on the 11 questions asked to students in course evaluations that rate faculty on their teaching and behavior in the classroom. The four groups used for this analysis are fulltime female faculty, full-time male faculty, full-time faculties from White Non-Hispanic race and faculties from Under-represented Minority (URM) races. URM group includes faculty from Asian, African American race and, Hispanic
ethnicity. International faculty and faculty who have not specified their Race or Ethnicity to the college survey have been excluded from the study. All race, ethnicity and gender categories are self-identified by the individuals.
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Appendix 3
Effect Size (Cohen's D)
Question
Num

11
7

Question
Num

11
7

Question Title

Please rate your professor
on the following
characteristics
Please rate your professor
on the following
characteristics

Question Title

Please rate your professor
on the following
characteristics
Please rate your professor
on the following
characteristics

Question
Order
Question Text

2

Overall Professor - Overall, how would you rate this professor?

1
2
3
4
5
6
7
8
9
10

Respectful - Treats students with courtesy and respect

Gender

Prepared - Organized & prepared when teaching students
Enthusiastic - Genuinely excited about teaching & interacting with students
Effective - Able to explain complex material & accomplish course goals
Interesting - Draws your interest & keeps your attention
Knowledgeable - Comprehensive & current knowledge in her/his field
Egalitarian - Treats students equally - does not play favorites
Tolerant - Open to student attitudes & opinions that are not her/his own
Supportive - Encourages students to do their best & supports their efforts
Available - Easy to approach & available for meetings outside of class

Question
Order
Question Text

2

Overall Professor - Overall, how would you rate this professor?

1
2
3
4
5
6
7
8
9
10

Respectful - Treats students with courtesy and respect
Prepared - Organized & prepared when teaching students
Enthusiastic - Genuinely excited about teaching & interacting with students
Effective - Able to explain complex material & accomplish course goals
Interesting - Draws your interest & keeps your attention
Knowledgeable - Comprehensive & current knowledge in her/his field
Egalitarian - Treats students equally - does not play favorites
Tolerant - Open to student attitudes & opinions that are not her/his own
Supportive - Encourages students to do their best & supports their efforts
Available - Easy to approach & available for meetings outside of class

Race

Female
Total Responses
Mean
Female Faculty
Score

Std. Dev.

Male
Total Responses
Mean
Male Faculty
Score

Total
Std. Dev. Responses

Grand Total
Mean
Std. Dev.
Score Population Effect Size

16,885

4.3747

0.3969

15,326

4.4607

0.3553

32,211

4.4130

0.3804

0.2260

16,988
16,963
16,955
16,948
16,953
16,949
16,930
16,811
16,909
16,480

4.6589
4.4968
4.6885
4.4829
4.4227
4.7212
4.5967
4.5929
4.6490
4.5891

0.2411
0.4032
0.2234
0.3441
0.3360
0.1846
0.2476
0.2733
0.2286
0.2707

15,372
15,344
15,342
15,337
15,343
15,332
15,318
15,244
15,323
14,908

4.7028
4.5868
4.7070
4.5279
4.4736
4.7900
4.6527
4.6614
4.6691
4.6376

0.2019
0.3110
0.2557
0.3218
0.3745
0.1556
0.2148
0.2250
0.2258
0.2298

32,360
32,307
32,297
32,285
32,296
32,281
32,248
32,055
32,232
31,388

4.6784
4.5368
4.6967
4.5029
4.4453
4.7518
4.6216
4.6234
4.6580
4.6107

0.2250
0.3669
0.2378
0.3343
0.3536
0.1752
0.2346
0.2546
0.2269
0.2539

0.1955
0.2453
0.0778
0.1347
0.1439
0.3925
0.2386
0.2691
0.0884
0.1911

URM
Mean
Score

Total Responses

Std. Dev.

White (non-Hispanic)
Mean
Total
Score Std. Dev. Responses

Total Responses

Grand Total
Mean
Std. Dev.
Score Population Effect Size

4,795

4.3714

0.4183

25,714

4.4428

0.3638

30,509

4.4314

0.3727

0.1916

4,823
4,819
4,821
4,816
4,821
4,816
4,804
4,775
4,808
4,650

4.6640
4.5410
4.6611
4.4412
4.4083
4.7313
4.6156
4.5997
4.6138
4.5885

0.2300
0.3678
0.3180
0.4029
0.4279
0.2017
0.2410
0.2688
0.2897
0.2925

25,830
25,786
25,775
25,768
25,777
25,766
25,745
25,591
25,722
25,083

4.6905
4.5569
4.7209
4.5391
4.4796
4.7660
4.6325
4.6412
4.6747
4.6262

0.2169
0.3512
0.2001
0.3018
0.3225
0.1569
0.2279
0.2363
0.2074
0.2378

30,653
30,605
30,596
30,584
30,598
30,582
30,549
30,366
30,530
29,733

4.6863
4.5544
4.7113
4.5234
4.4682
4.7604
4.6298
4.6346
4.6650
4.6201

0.2186
0.3528
0.2231
0.3208
0.3411
0.1647
0.2294
0.2415
0.2227
0.2468

0.1210
0.0452
0.2679
0.3053
0.2090
0.2106
0.0736
0.1720
0.2735
0.1525

Appendix 4
Class Size Effects

By race

URM
White (non-Hispanic)

By gender

Female
Male

Number Avg Class
of classes
Size
436
15.07
2236
16
1513
1305

15.3
16.54

StdDev

Q1

Median

Q3

5.43
5.75

11
12

15
16

19
21

5.41
5.97

11
12

15
17

20
21

